The aim of this study was to examine whether job demands and job resources predict depression and anxiety levels among police officers and whether emotional exhaustion plays a mediating role in this relationship. In addition, we tested whether job resources can serve as a protective factor against job-related strain. A total of 843 German police officers completed the questionnaires in an online survey. Results showed that job demands (high workload and assaults by citizens) predicted higher levels of depression and anxiety among police officers, mediated through emotional exhaustion. Furthermore, job resources (social support by colleagues, shared values, and positive leadership climate) buffered the effect of job demands on emotional exhaustion and were negatively associated with depression and anxiety levels. The identification of job demands and job resources that are related to psychological
. Burnout is defined as a state of exhaustion in which one is cynical about the value of one's work accompanied by feelings of ineffectiveness and reduced ability to cope. Emotional exhaustion is regarded as the central quality of the burnout syndrome, as people refer to a feeling of exhaustion when they describe themselves as burned out (Maslach & Jackson, 1981) and it is the component of burnout that is primarily related to job demands (Demerouti, Bakker, Nachreiner, & Schaufeli, 2001) .
Studies on potential links between the experience of burnout and health issues among police officers indicate that burnout is associated with subjective health complaints, such as headaches, insomnia, and stomach pain (Michinov, 2005) ; medication use (Mikkelsen & Burke, 2004) ; and thoughts of suicide (Berg, Hem, Lau, Loeb, & Ekeberg, 2003) . On an organizational level, burnout mediates the relationship between job demands and counterproductive work behaviors among police officers (Smoktunowicz et al., 2015) and is associated with job dissatisfaction as well as desires to leave the job (Pines & Keinan, 2005) . With regard to jobrelated behaviors, police officers with high levels of burnout show a more positive attitude toward violence and a more frequent actual use of violence (Kop et al., 1999) . Burnout was also found to influence police officers' behavior in conflict situations with civilians (Euwema, Kop, & Bakker, 2004) and is associated with negative outcomes for their families, such as spouse violence (Johnson, Todd, & Subramanian, 2005) , work-family conflicts (Mikkelsen & Burke, 2004) , displays of anger, unsatisfactory marriages, being uninvolved in family matters, and spending time away from the family (Jackson & Maslach, 1982) .
With regard to prevalence rates of burnout among police officers, there are few consistent findings to date. In a British sample, elevated rates of burnout were found in police officers compared to normative data (Houdmont, 2013) . However, in relation to other occupations in the criminal justice systems, police officers showed no higher burnout rates in an American study (Anson & Bloom, 1988) and were found to have relatively low levels of emotional exhaustion in comparison with workers in the human services sector in the Netherlands (Kop et al., 1999) . In a study of the Norwegian police force, the overall level of burnout was low among police officers compared to other occupational groups (Martinussen, Richardsen, & Burke, 2007) .
Besides burnout, depression is another common health problem in working populations today, and psychosocial stressors at work are related to an elevated risk of subsequent depressive symptoms or major depressive episodes (Bonde, 2008) . Depression is assumed to be closely related to burnout. A previous study on the relationship between burnout and depression found that the risk of developing a depressive disorder was greater among employees if burnout was severe (Ahola et al., 2005) . A further longitudinal study indicated that job demands predicted burnout over time, which in turn predicted future depression but not vice versa (Hakanen, Schaufeli, & Ahola, 2008) . This supports the assumption that burnout and depression are related but distinct mental health impairment processes. To date, only a few studies focused on the prevalence rates of depressive disorders in the context of police work. A Taiwanese study found that depression rates among police officers were high compared to the general population (Chen et al., 2006) . The results of an American study on mental health conditions of police officers indicated that 9% of the respondents suffered from clinically significant depression (Fox, Desai, Britten, Lucas, Luneau, & Rosenthal, 2012) .
Besides burnout and depression, high job demands are also associated with the development of clinically significant anxiety symptoms. Workers with high job demands were found to have a two-fold risk of developing generalized anxiety disorder compared to workers with low job demands (Melchior et al., 2007) . Results of a further study indicated that high psychological job demands predict the incidence of anxiety disorders (Plaisier et al., 2007) . With regard to the prevalence of anxiety levels among police officers, two studies with police officers in the United States indicated that their levels of both state and trait anxiety were similar or slightly lower compared to normative data for working males (Newman & Rucker-Reed, 2004; Storch & Panzarella, 1996) .
The Relationship Between Job Demands, Job Resources, and Health Outcomes of Police Officers
Although the results of previous studies regarding the level of mental disorders and psychological strain of police officers in comparison with other occupational groups or normative data are mixed, there is clear evidence that job-related demands and stress can have a negative impact on employees' mental health (e.g., Stansfeld & Candy, 2006) . A study differentiating typical operational stressors of police work in a British sample revealed exposure to death and disaster, violence and injury, and sexual crime as three distinct categories of stressors that the police officers are confronted with on duty (Brown, Fielding, & Grover, 1999) . Besides operational stressors related to physical harm and aggression, verbal threats, insults, and criticism by citizens also appeared to be important stressors for police officers on patrol (Collins & Gibbs 2003; McCreary & Thompson, 2006) . For example, besides physical force and threats with a weapon, verbal threats by citizens had a strong influence on the experience of job-related stress among police officers (Manzoni & Eisner, 2006) . However, several studies indicate that organizational factors such as inconsistent leadership styles and excessive administrative duties are more often identified as negative stressors by police officers than operational stressors, such as potential traumatic incidents or exposure to human misery (Biggam, Power, Macdonald, Carcary, & Moodie, 1997; Newman & Rucker-Reed, 2004; Shane, 2010) . For example, heavy workload predicted depression among police officers in a Taiwanese sample (Chen et al., 2006) and was negatively associated with well-being in a British sample of police officers (Juniper, White, & Bellamy, 2010) . Another British study found excess workload to be one of the stressors that was most associated with mental ill-health among police officers (Collins & Gibbs, 2003) . Further organizational stressors of police work linked to mental health problems are poor management, time pressure, staff shortages, and shift work (Brown & Campbell, 1990; Biggam et al., 1997; Kop et al., 1999) .
Whereas these job demands are associated with negative health outcomes in police officers, there are job resources linked to beneficial health outcomes and reduced work-related strain. Seeking social support as a coping strategy in general buffered the relationship between stressful work events and the experience of distress among police officers (Patterson, 2003) . More specifically, social support by colleagues in the context of work was found to be negatively associated with the burnout dimensions emotional exhaustion and cynicism, whereas social support by supervisors was additionally linked to less psychological distress among the police officers (Marchand & Durand, 2011) . The results of a further study indicated that social support by colleagues and supervisors was negatively associated with all three burnout dimensions in a sample of Norwegian police officers (Martinussen et al., 2007) . Leadership style also appeared to be an important job resource in a study of a large urban police force in the United States (Trinkner, Tyler, & Goff, 2016) . The officers' perception of the degree to which their supervisors treated them in a respectful manner and were transparent regarding their decision-making was linked to the officers' well-being and increased organizational efficiency.
The Job Demands-Resources Model and Police Work
In order to investigate the influence of job demands and resources on job-related strain and mental health of police officers, the current study applied the integrative framework of the Job Demands-Resources (JD-R) model (Demerouti et al., 2001; Schaufeli & Bakker, 2004) . The JD-R model proposes that job characteristics influence employee health and well-being by a motivational and a health impairment process. The motivational process postulates that the availability of job resources promotes employees' motivation and leads to favorable work outcomes. The main focus of the present study was on the health impairment process of the JD-R model, stating that high job demands and poor job resources result in a state of emotional exhaustion, which will in turn lead to health problems, such as depression, anxiety, or psychosomatic complaints (Schaufeli & Taris, 2014) . Thus, the model proposes that emotional exhaustion mediates the relationship between job demands and employee health by the gradual reduction of mental resources (i.e., burnout). In addition to this main effect, the JD-R model suggests that job resources can buffer the effect of job demands on emotional exhaustion and thereby reduce job-related strain. Employees possessing high job resources should experience lower levels of jobrelated strain and emotional exhaustion, since the availability of job resources makes them more capable of dealing with the demands they encounter at work (Bakker, Demerouti, & Euwema, 2005) .
To date, only few studies have applied the JD-R model in the field of policing. A study on American police officers utilized the JD-R model as a theoretical framework and found that role identification as a personal resource served to reduce the negative effects of working in a community with a low socioeconomic status on the experience of emotional exhaustion (Grawitch, Barber, & Kruger, 2010) . A Taiwanese study tested the hypothesis that the relationship between job demands and health problems among police officers is mediated by emotional exhaustion, as postulated by the JD-R model (Wu, 2009) . In this study, job demands were defined as role conflicts that police officers experience with regard to balancing work and family life and the public's expectation of the officers being uncompromising and friendly at the same time. Results indicated that role conflicts, emotional exhaustion, and health problems were positively correlated and that emotional exhaustion played a partially mediating role in the relationship between the experience of role conflicts and health problems. A further study in the context of police work using the JD-R model as a conceptual framework found that job demands (overtime work, work conflicts, and workfamily pressures) and job resources (autonomy and social support) were related to burnout. This in turn predicted individual outcomes, such as psychosomatic complaints and satisfaction with life, as well as work-related outcomes, such as job satisfaction, intention to quit, and organizational commitment (Martinussen et al., 2007) . Hall, Dollard, Tuckey, Winefield, and Thompson (2010) investigated the role of work-family conflicts with regard to job demands and emotional exhaustion in police officers, using the JD-R theory among other theories as a theoretical basis. They found that a more comprehensive model with reciprocal and cross-linked effects fitted the data better than models with work-family conflict or emotional exhaustion as mediators in the relationship between job demands and emotional exhaustion and work-family conflicts, respectively.
To date, no study has tested the impact of job demands inherent to police work on the development of emotional exhaustion, anxiety, and depression among police officers while taking the potential beneficial effects of job resources on psychological strain into account at the same time. The aim of the present study was thus to test this complex relationship by applying the JD-R model to the context of police work. The benefit of the JD-R model is that it enables the examination of underlying processes in the development of work-related health problems as well as potential buffering effects of job resources on job-related strain. Furthermore, instead of being restricted to a limited set of predictors, the JD-R model allows to implement job resources and job demands that are specific and of high relevance for police work.
According to the health impairment process of the JD-R model, we hypothesized that job demands (workload and assaults by citizens) predict emotional exhaustion, which in turn predicts the experience of depression and anxiety among police officers. With regard to the motivational process of the JD-R model, a second hypothesis was that job resources, defined as social support by colleagues, shared values, and a positive leadership climate, are negatively related to the depression and anxiety levels. A third hypothesis refers to the potential buffering effect of job resources on job-related strain. As postulated by the JD-R model, we hypothesized that job resources buffer the impact of job demands on levels of emotional exhaustion experienced by the police officers.
Method

Participants and Procedure
The present study was part of a health monitoring program in a large urban police department in Germany and was conducted in the form of an online survey. The department had 1,857 members at that time and was part of a larger agency that consisted of six departments with a total of approximately 23,550 employees. Police officers received an invitation to participate in the survey via their working e-mail address. Officers who were out of the office due to temporary or permanent inability to work were identified and were sent a paper pencil version of the questionnaire to their home addresses by the agency. The paper pencil version included a link to the online survey, in case the person preferred to answer the questionnaire online. In total, we received 27 completed paper pencil questionnaires from the police officers who were currently unable to work due to health issues. All participants were informed that participation was voluntary and anonymous. The data were kept confidential and protected at all stages of the study. All 1,857 police officers of the department were invited to take part in the survey, of which 941 answered the questionnaire completely, resulting in a response rate of 50.7%. In the present study, only police officers with citizen encounters were included in the data analysis (N ¼ 843). Of the sample, 72.2% (n ¼ 609) were males and 27.8% (n ¼ 234) were females, which reflects the gender distribution of the agency as a whole. The mean age of the sample was 40.9 years (SD ¼ 9.0). Compared to the mean age of all employees of the larger agency (43.4 years), the participants of the present study were slightly younger. The participants had been in the police force for 1 up to 43 years with an average of 19.8 years of service (SD ¼ 10.1). The study design was approved by the ethics committee of Freie Universita¨t Berlin and by the personnel board of the police department.
Measures
Job demands were assessed by workload and assaults by citizens while being on duty. Workload included work and time pressure on the job, being distracted by additional tasks, as well as the growing amount of work over the last years.
It was measured by a subscale of the short version of the Effort-Reward Imbalance Questionnaire (Siegrist, 2012) . Participants were asked to estimate the extent of their work and time pressure on a 4-point frequency rating scale ranging from I don't agree at all (1) to I totally agree (4). Workload was measured by four items. A typical item was ''I am constantly under time pressure at work due to high workload.'' The internal consistency of workload was acceptable (a ¼ .75). Assaults by citizens were measured with three items (Bosold, Ohlemacher, Kirchberg & Lauterbach, 2002) . The items assessed the amount of verbal threats, insults and abuse that the police officers had experienced in the last 12 months. Participants were asked to estimate the extent of experienced assaults on a 9-point frequency rating scale ranging from never (1) to several times per day (9). A typical item was ''In the last 12 months I was verbally insulted by citizens . . .'' The internal consistency of assaults by citizens was excellent (a ¼ .96).
Job resources were assessed by the degree of social support, shared values, and leadership climate. Social support and shared values were measured by an adapted German version of the Organizational Check-up Survey (Leiter & Maslach, 2000) by Beerlage, Hering, and Springer (2007) . Social support was measured by four items that included mutual trust and support among colleagues, work-sharing, and feelings of group identity. A typical item was ''The members in my team support each other.'' The participants were asked to estimate the levels of social support on a 5-point frequency rating scale ranging from I don't agree (1) to I totally agree (5). The internal consistency of social support was good (a ¼ .84). Shared values assessed whether the participants consider the values, goals, quality standards, and career development opportunities in accordance with the agency, respectively (Beerlage et al., 2007) . It was measured by four items on a 5-point frequency rating scale ranging from I don't agree (1) to I totally agree (5). A typical item was ''I can identify with the values of the police department.'' The internal consistency of shared values was acceptable (a ¼ .75). Leadership climate assessed the degree of the supervisors' consideration for individual employees, provision of clarity in goals and role expectations, supplying information, feedback, and support (Hollmann & Hanebuth, 2011) . Leadership climate was measured by four items on a 4-point frequency rating scale ranging from never (1) to often (4). A typical item was ''My superior acknowledges it when I perform well at my work.'' The internal consistency of the leadership climate was acceptable (a ¼ .77).
Emotional exhaustion was assessed by an adapted version of the burnout dimension emotional exhaustion of the Maslach Burnout Inventory Human Service Survey (Bosold et al., 2002) . Emotional exhaustion describes the feeling of being overstrained and depleted by work activities. It was measured by four items on a 7-point frequency rating scale ranging from never (0) to every day (6). A typical item was ''I feel depleted/exhausted because of my work.'' The internal consistency of emotional exhaustion was good (a ¼ .85).
Depression and anxiety were assessed by the Patient Health Questionnaire-4 (PHQ-4), an ultra-brief self-report questionnaire that consists of a 2-item anxiety scale (GAD-2) and a 2-item depression scale (PHQ-2) (Kroenke, Spitzer, & Williams, 2003; Lo¨we et al., 2010) . The PHQ-4 is an efficient screening tool for identifying individuals who may be suffering from one or both of these mental disorders. The participants were asked: ''Over the last two weeks, how often have you been bothered by the following problems?'' Response options were not at all (0), several days (1), more than half the days (2), and nearly every day (3). The PHQ-2 includes the two core criteria for depressive disorders, assessed by the following two items: ''Feeling down, depressed or hopeless'' and ''Little interest or pleasure in doing things.'' The following two items of the GAD-2 assess the core criteria for generalized anxiety disorders, which are also good screening items for panic, social anxiety, and posttraumatic stress disorder (Kroenke, Spitzer, Williams, Monahan, & Lo¨we, 2007) : ''Feeling nervous, anxious, or on edge'' and ''Not being able to stop or control worrying.'' The total scores of the GAD-2 and PHQ-2 range from 0 to 6, with the cutoff score of 3 for both scales. A study on the psychometric properties of the PHQ-4 revealed good internal reliability, construct validity, and factorial validity of the instrument and confirmed that depression and anxiety worked as two discrete factors (Kroenke, Spitzer, Williams, & Lo¨we, 2009 ). In the present study, the internal consistency of the PHQ-4 was acceptable (a ¼ .79).
Data Analysis
Descriptive statistics (means and standard deviations) and reliability measures were obtained by using SPSS 23. In order to test the hypotheses regarding the JD-R model, structural equation modeling (SEM) was conducted, using Mplus version 7.4 (Muthe´n & Muthe´n, 2014) . The fit of the model to the data was assessed by the 2 goodness-of-fit statistic, Root Mean Square Error of Approximation (RMSEA), Standardized Root Mean Square Residual (SRMR), Comparative Fit Index (CFI), and the Tucker Lewis Index (TLI), as recommended by Schermelleh-Engel, Moosbrugger, and Mu¨ller (2003) . For the RMSEA, a cutoff value close to .06, for the SRMR, a cutoff value close to .08, and for the CFI and the TLI, a cutoff value close to .95 indicate that the hypothesized model fits the data well (Hu & Bentler, 1999) . The measurement models were specified and tested first, assuring that issues regarding the measurement of the model could be identified and addressed before the full structural model was tested (Herting & Costner, 2000) . First, we tested the measurement model of the two exogenous variables (job demands and job resources). Second, we assessed the measurement model of the two endogenous variables of the model (emotional exhaustion and depression and anxiety). In order to test the Hypotheses 1 and 2, a model was specified depicting the health impairment process and partially the motivational process of the JD-R model (see Figure 1) .
The latent factor job demands was operationalized by the two exogenous factors workload and assaults by citizens, while the latent factor job resources was operationalized by the three exogenous factors social support, shared values, and leadership climate. In addition, the structural model includes two endogenous variables: first, emotional exhaustion as a mediator variable, and second, depression and anxiety. In order to test Hypothesis 3, an interaction term (Job Resources Â Job Demands) was included in the model in order to assess whether job resources can buffer the impact of job demands on emotional exhaustion. A significant interaction effect is evident when the path coefficient from the interaction variable to the endogenous variable, in this case emotional exhaustion, is statistically significant. Robust maximum likelihood estimation was used for all model estimations. Table 1 shows the correlations between the study items. Descriptive statistics including means, standard deviations, intercorrelations and reliability coefficients (Cronbach's alpha) of the constructs measured are presented in Table 2 . The reliability coefficients (Cronbach's alpha) of the latent exogenous and endogenous variables varied between .75 and .96, indicating good reliability for all the scales. Furthermore, all correlations between the variables were significant at the p < .01 level (Table 1 ). 
Results
Descriptive Statistics
Measurement Models
The analysis of the measurement model of the exogenous variables (job demands and job resources) showed that the model fits the data adequately, 2 (142, 
Model Testing
The proposed model including the assumed relationships of Hypotheses 1 and 2 (see Figure 1) (Hu & Bentler, 1999) . Overall, the fit statistics indicate a good fit of the hypothesized model to the data.
As can be seen in Figure 2 , job demands are positively associated with emotional exhaustion (ß ¼ .93, p < .001), which is in turn positively associated with depression and anxiety (ß ¼ .55, p < .001). In addition, the positive indirect effect of job demands on depression and anxiety through emotional exhaustion was significant (ß ¼ .51, p < .001). This indicates that the higher the job demands of the police officers, the higher their level of emotional exhaustion, and the higher their levels of depression and anxiety, confirming the health impairment path of the JD-R model (Hypothesis 1). In contrast, the coefficient of the path from job resources to depression and anxiety was negative (ß ¼ À.30, p < .001), indicating that, in line with Hypothesis 2, the higher police officers perceive their jobrelated resources, the less depression and anxiety they experience. Finally, we tested Hypothesis 3 by including an interaction term of job demands and job resources in the structural model (see Figure 3) . The common goodness-of-fit measures (CFI and TLI) are not provided by Mplus when the model includes an interaction term. Thus, the comparison of the two models is obtained by the Akaike information criterion (AIC) and the z test of the interaction, since the interaction term is the only parameter in which the two models differ. The AIC of the model with the interaction term is slightly smaller than in the basic model (see Table 3 ), indicating that it fits the data more adequately (Schreiber, Nora, Stage, Barlow, & King, 2006) . Furthermore, the interaction term was significant (p < .05), confirming the hypothesis that job resources have a buffering effect on the relationship between job demands and emotional exhaustion. However, the coefficient of the path from the interaction term to emotional exhaustion was À.07, indicating a small effect.
In sum, the SEM analyses confirmed central assumptions of the JD-R model and our hypotheses. Job demands, operationalized as workload and assaults by citizens, predicted emotional exhaustion, which in turn predicted depression and anxiety levels among police officers. Job resources, operationalized as social support by colleagues, shared values, and a positive leadership climate, were negatively associated with self-reported depression and anxiety levels and buffered the impact of job demands on emotional exhaustion, although this buffering effect was small.
Discussion
The aim of the present study was to investigate the association between job demands, job resources, and ill-mental health in the context of police work, taking the potential mediating role of emotional exhaustion as a key component of burnout into account. Furthermore, we tested whether job resources can buffer the negative effect of job demands on emotional exhaustion. To examine the postulated relationships of police-specific job resources and demands with emotional exhaustion and ill-mental health, the JD-R model was tested with structural equation modeling. Earlier studies in the context of police work that focused on the influence of job demands and job resources on personal and organizational outcomes had used the JD-R theory solely as a theoretical basis without explicitly testing the assumptions inherent to the model (Hall et al., 2010) or they tested only a single aspect of the JD-R model (Grawitch et al., 2010; Martinussen et al., 2007; Wu, 2009) .
Overall, the results of the present study support the postulations of the JD-R model. It becomes evident that certain job demands and job resources influence the degree of emotional exhaustion that police officers experience and that there is a clear link between emotional exhaustion and psychological strain. First, the health impairment process of the JD-R model was confirmed. High job demands with regard to workload and assaults by citizens predicted the experience of emotional exhaustion among the police officers, which in turn predicted the levels of depression and anxiety. This is in line with earlier studies with police officers, which indicate that job demands are associated with emotional exhaustion (Grawitch et al., 2010; Hall et al., 2010; Martinussen et al., 2007; Wu, 2009) . However, the studies used different indicators for job demands, ranging from overtime work (Martinussen et al., 2007) and role conflicts (Wu, 2009 ) to community socioeconomic status demands (Grawitch et al., 2010) . None of the previous studies selected assaults by citizens as a demanding aspect of police work, although it is a relevant job demand with a clear link to the experience of emotional exhaustion in the present sample of police officers. This provides an important additional job demand that police officers are confronted with. Assaults by citizens should be included in future studies investigating the relationship between police-specific job demands and health-related and organizational outcomes.
A further important finding was that social support by colleagues, shared values, and positive leadership climate constitute job resources that were negatively associated with the experience of depression and anxiety among police officers. This is in line with the motivational process of the JD-R model, whereby it is assumed that job resources lead to high work engagement, which in turn has a positive influence on important organizational outcomes, such as the employee's health condition (Bakker & Demerouti, 2007) . Although the level of engagement was not assessed in the present study, the results support the assumption that job resources play an important role with regard to employees' health. Social support as a job resource was found to have beneficial effects on emotional exhaustion of police officers in earlier studies (e.g., Marchand & Durand, 2011; Martinussen et al., 2007) . However, shared values and positive leadership climate were not included as a job resource in previous research on police work. The present study identified these factors as important job resources and they should be included in future studies in order to see whether they function as influential job resources across different samples of police officers. Besides positive leadership climate as a job resource, evidence has emerged recently that leaders' own health behavior, awareness, and attitudes toward health influence the health-related self-care of employees in a positive way. Selfcare of employees is in turn associated with better health outcomes and less irritation among employees (Franke, Felfe, & Pundt, 2014) . Future research should thus also investigate to what extent police leaders influence their employees' health by their own health-related awareness, attitudes, and behaviors at work.
Furthermore, an important finding of the present study was that job resources buffered the effect of job demands on emotional exhaustion, indicating that the higher the police officers assess their job resources, the lower is the negative impact of job demands on emotional exhaustion. However, the effect was rather small and the buffering capabilities of job resources should not be overestimated. This finding is in line with the results of earlier studies showing that job resources buffer the relationship between job demands and the experience of emotional exhaustion albeit with small effect sizes of the interaction terms (Bakker et al., 2005; Bakker, Demerouti, Taris, Schaufeli, & Schreurs, 2003) . Taking into account that effect sizes for interactions are generally small (Frazier, Tix, Barron, & Kenneth, 2004) , it is apparent that job demands have a profound impact on the experience of emotional exhaustion and that the availability of job resources can only diminish this impact to a rather small degree.
Limitations and Future Directions
There are some limitations of the present study that should be noted. First, the data collected in the study are based on self-report measures, which may increase the problem of common method variance, causing an overestimation of the strength of the observed relationships. This issue may be resolved in future research by using objective rather than subjective measures of job characteristics. Second, the model was tested in a cross-sectional design, which does not allow causal inferences regarding the direction of the relationship between job characteristics and the experience of emotional exhaustion and psychological strain. However, earlier studies have provided an empirical validation of the processes postulated by the JD-R model using longitudinal study designs (Hakanen et al., 2008; Schaufeli, Bakker, & van Rhenen, 2009) , which supports the hypothesized directions of the relationships between job demands, job resources, and the development of emotional exhaustion and psychological strain found in the present study. Third, even though we obtained a very good response rate (50.7%) in the health monitoring online survey, the risk remains that results may be biased by nonparticipation, if the refusal of participation was not randomly distributed. Studies focusing on response rate bias showed that responders are slightly healthier than nonresponders in large, population-based health surveys, but that the impact of these differences on prevalence rates is small, resulting in relatively unbiased results even for studies with only moderate response rates (Søgaard, Selmer, Bjertness, & Thelle, 2004; Vink et al., 2004) . Finally, although we feel confident that we selected job demands and job resources that are of central importance to the work of police officers, there may be further potential job demands and job resources of relevance in the context of police work that were not addressed in the present study. This comes at the cost of limited generalizability of the findings of this study to the whole field of policing or even to other work contexts. However, the fact that the JD-R theory allows the inclusion of different demands and resources can also be regarded as a strength, since it provides flexibility to investigate demands and resources that are specific to a certain work environment (Bakker & Demerouti, 2014) . Taking both perspectives into account, it seems advisable that future research should combine the specific job demands and resources in the context of police work that were found to be related to burnout and psychological strain across different studies, in order to test a model that is more applicable to the whole occupational field of police work.
With regard to the applicability of the results to the field of police work, it should be noted that the data of the present study were obtained from a local police department in the center of Berlin, the capital of Germany. Although there appear to be similarities regarding job demands and resources of police officers across different states and countries, regional and cultural differences must be taken into account when applying the results to a wider context. Concerning regional aspects, it is likely that job demands differ in police departments located in smaller cities or rural areas. Rural areas with lower crime rates are likely to produce less strain due to high workload and assaults by citizens may also be less frequent in the daily working routine of the police officers. This is in line with the results of a study on occupational stress in a Scottish police force, indicating that officers working in rural areas reported lower levels of both organizational and operational stressors compared to urban officers (Biggam et al., 1997) . Furthermore, cross-cultural differences may also emerge. While results of a study on job-related stressors in different police environments indicate that there are several similarities, there is also evidence that sources of stress and the experience of stress can differ across European countries (Kirkcaldy, Brown, & Cooper, 1994) . Cross-cultural differences may become even more relevant when comparing police work in Western to non-Western countries. For example, assaults by citizens may be less common in countries where the police force represents a greater authority for the public and the punishment for assaulting an officer is more severe. Taken together, the results of the present study appear to be applicable particularly to police work in metropolitan areas in a Western cultural context.
Practical Implications
The results of the present study provide valuable information for practical interventions with regard to job demands and job resources and their relationship with emotional exhaustion and psychological strain among police officers. First, the results of the present study stress the importance of working conditions for police officers' mental health. Specifically, high workload due to staff shortage was a clear source for psychological strain in the present sample of police officers, implicating the need for structural interventions, that is, hiring more staff. Considering both the costs for the health-care system and for the agencies with regard to nonproductive time due to mental illness, staff savings may produce even higher costs in the long run. The results of the present study provide further empirical evidence that supports the need to reduce workload and staff shortages in order to maintain health and working ability among police personnel.
With regard to interventions on an individual level, a systematic review of existing stress management interventions for police officers found only small effect sizes, suggesting that the interventions were not effective (Patterson, Chung, & Swan, 2014) . The interventions included in the review ranged from stress management or stress reduction programs to more specialized interventions such as stress inoculation training, brief psychotherapeutic interventions, or weight training. The authors concluded that future research is needed to develop effective interventions that address specific field work and organizational and personal stressors of police officers. In the present study, citizen assaults were found to be an important stressor, since it was associated with significant psychological strain. The experience of emotional dissonance is likely to play a crucial role for the subjective distress that police officers experience when they are insulted, verbally threatened, or abused by citizens. Emotional dissonance refers to the discrepancy between felt emotions and the display of emotions that is appropriate in a certain working context (Zapf, 2002) . For example, police officers are expected to suppress emotions of anger or consternation when confronted with someone who is insulting or humiliating in order to obtain a neutral, controlled facial and physical expression. Emotional dissonance is associated with the experience of job burnout and impaired performance among police officers (Bakker & Heuven, 2006) . Since citizen assaults appear to be inherent to the working routine of police officers on duty, they are unlikely to be reduced by image or educational campaigns directed at the public. A practical intervention on an individual level could train police officers in how to deal with citizen assaults by implementing strategies derived from cognitive behavioral therapy. A first step in such an intervention could be that police officers identify typical situations in which they experience high amounts of emotional dissonance and to reflect on attitudes, beliefs, and automatic thoughts that might intensify their incompatible emotions. It is likely that there are common situations in which most police officers experience emotional dissonance. However, other situations may be specific to individual officers, depending on job-related experiences and their biographical background. A next step could include a categorization of typical types of citizen encounters that elicit emotional dissonance to determine the corresponding emotions and to develop individual mental and behavioral strategies that prepare police officers to deal with a given situation efficiently. For example, when confronted with an angry and agitated person during a traffic control, a police officer could reduce his or her experience of emotional dissonance by attributing the anger of the citizen to situational characteristics instead of taking it personally. Another strategy could consist of lessening the person's anger by making the cause for the traffic control transparent and by validating the person's emotional response while making personal boundaries as well as the legal framework perfectly clear.
Besides interventions targeting police-specific job demands, the study results also provide practical implications with regard to job resources. Since social support by colleagues, shared values, and a positive leadership climate were negatively associated with psychological strain, it seems advisable to strengthen these resources in order to reduce the likelihood that police officers develop a state of emotional exhaustion, depression, and anxiety symptoms. For example, social support by colleagues as well as the identification with shared values could be promoted by team supervision and team building activities on a regular basis. Social support provided by police supervisors also appeared to be an important resource with regard to the leadership climate in the department. The perceived social support by police supervisors could be increased by regular debriefings of stressful operations in order to identify potential psychological strain among police officers and to provide support for the affected staff member, if necessary. Beyond that, leadership could be explicitly addressed and utilized as a valuable resource with regard to organizational health by educating police leaders in the principles of health-oriented leadership and by promoting health-oriented awareness, attitudes, and behaviors among them. Since a total 22% of the police officers in the present sample showed elevated levels of depression and anxiety, a practical intervention could also focus on educating police supervisors on common symptoms of depression and anxiety disorder and providing information about existing treatment options in order to identify psychological strain among officers at an early stage. This would potentially stimulate the provision of appropriate and effective support for affected persons. An intervention focusing on knowledge transfer regarding mental illness and conversational skills could be beneficial since supervisors are often unsure about when and how to address an employee's mental health and are also hesitant to discuss possible performance impairments involved. Since psychological strain and mental problems are common problems among police personnel, agencies are likely to benefit from providing police leaders with appropriate guidelines for dealing with mental health issues among their staff members.
Taken together, not only the reduction of strain-related job demands but also the promotion of job resources that are specific to the daily routines of police officers are likely to have a beneficial impact on police officers' health. Combining these two approaches and adapting them to actual working conditions in the police context could be a central strategy for promoting the health of police officers and for maintaining their working capacity long term.
an instructor for workshops that focus on enabling police leaders to deal properly with mental health problems of subordinate officers.
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